Abstract. Authentic leadership and workplace spirituality are two novel concepts emerging in the field of management, and considerably contribute to leadership revolution and intra-organizational management. Employees, as the most basic and important part of an enterprise, play a non-negligible role in the organization. Organizational citizen behaviors, the behaviors beyond the contract that are conducted due to personal willingness, can significantly promote the organizational development and enlargement. In this study, we explored the relationships among authentic leadership, workplace spirituality and organizational citizen behaviors. It was validated the authentic leadership of direct leaders could promote the formation of organizational citizen behaviors among employees, and the workplace spirituality of senior employees would stimulate the conduction of more organizational citizen behaviors. Moreover, the workplace spirituality of employees plays a significant mediating role between their organizational citizen behaviors and the authentic leadership of direct leaders. Therefore, more attention should be paid to the adjustment and transition of leader patterns and the inner spirituality of employees during modern management practices.
Introduction

Background
The frequently-occurring manager-level scandals and malpractice from Shanghai Brightdairy, Samsung and other corporations in recent years have alerted people that aestheticism is the guarantee for the survival and development of enterprises. Meanwhile, growing attention has been paid to the theories and empirical research of authentic leadership. Authentic leadership would affect individuals, teams and organizations (Illies, 2005) . Authentic leadership can be used to predict the organizational citizen behaviors of employees (Deng et al., 2012), which generally can improve organizational performance (Organ, 1983) , further proving the importance of authentic leadership. However, there is rare research on the mechanism how authentic leadership affects the organizational citizen behaviors of employees.
According to the theory of social exchange, all social activities of leaders and employees in an enterprise can be defined as exchange activities. Liden & Graen (1980) think the leader-employee exchange relationship involves some social exchanges that are beyond the requirements of employment contracts and are built upon the mutual trust between leaders and employees. The concept of authentic leadership covers four dimensions: self-awareness, internalized moral, balanced processing, and relational transparency (Walumbwa, 2008) , and authentic leaders are more likely to generate high-quality social exchange with the employees. The theory of social cognition holds that cognitive factors play important roles in behavior alteration, and that individuals, behaviors and the environment are mutually influential, dependent and decisive (Bandura, 1977).
The authentic leadership directly affects the cognition and behaviors of employees. Workplace spirituality is an inner self-cognition that supports meaningful works under the collectiveness background and is cultivated by the meaningful works. This novel concept in the field of management is a spiritual driving force for employees and differs from other concepts of organization commitment, organization identification, and psychological capital. Workplace spirituality is associated with many factors, so it is urgent to explore its relationship with organizational citizen behaviors, which are manifested as individual behaviors, but act on the organization. Therefore, in this study, we discussed and validated the relationships among authentic leadership, workplace spirituality and organizational citizen behaviors.
1.2 Theories and hypotheses Authentic leadership is a novel theory in the field of leadership. Burns (1978) thinks authentic leadership is an integrated process and integrates the conflict and consistency between leaders and employees in terms of incentives and targets. Luthans & avolio (2003) think authentic leadership is an integrating process of active ability and advanced organizational development, and promotes the leaders and employees to conduct active behaviors of higher self-awareness and self-regulation, thereby enhancing the active self-development. Walumbwa et al. (2008) further define it as a leading behavior pattern that can bring about a positive mental ability and moral atmosphere, and promote the formation of excellent self-awareness, internalized moral, balanced information processing and relational transparency during the interaction between leaders and employees. (1) The variables of organizational citizen behavior and workplace spirituality over genders, age and education level were sent into independent sample t-tests. (2) Correlation analyses among authentic leadership, organizational citizen behavior and workplace spirituality were conducted. (3) Structural equation models were used to test the mediating role of workplace spirituality in between authentic leadership and organizational citizen behaviors. The organizational citizen behaviors and workplace spirituality were answered by subjective self-assessment, while authentic leadership was measured by a peer-assessed social distance method. Since self-assessment and peer assessment were both used here, the results were little affected by common method bias, which could be ignored.
Results
3.1Differences in organizational citizen behaviors and workplace spirituality between genders, among age groups, among education levels and among working years Differences in organizational citizen behaviors and workplace spirituality between genders, among age groups, among education levels and among working years were assessed by independent sample t-tests. Results show organizational citizen behaviors are significantly different among ages and among working years. Specifically, more organizational citizen behaviors were conducted with the increase of age and working years. Workplace spirituality does not significantly differ between genders, ages, education levels, or working years. Model 1 suggests that none of the control variables (gender, age, education level, working years, working years together with the current direct leader) significantly affect the voice behaviors of employees. In models 2 to 6, the β coefficients of self-awareness, internalized moral, relational transparency, balanced processing and authentic leadership are 0.362 (p<0.01), 0.369 (p<0.01), 0.444 (p<0.01), 0.385 (p<0.01) and 0.450 (p< 0.001), respectively. After control variables (gender, age education level, working years together with the current direct leader) were controlled, authentic leadership and its dimensions all significantly & positively affected the voice behaviors and helping behaviors of employees. Model 7 suggests that none of the control variables (gender, age, education level, working years, working years together with the current direct leader) significantly affect the helping behaviors of employees. In models 8 to 12, the β coefficients of self-awareness, internalized moral, relational transparency, balanced processing and authentic leadership are 0.370 (p<0.01), 0.402 (p<0.01), 0.453 (p< 0.001), 0.446 (p<0.01) and 0.449 (p<0.01), respectively. After control variables (gender, age education level, working years together with the current direct leader) were controlled, authentic leadership and its dimensions all significantly & positively affected the voice behaviors of employees.
3.3workplace spirituality plays a mediating role between organizational citizen behaviors and authentic leadership Structural equations were used to explore the action mechanism and influential route of authentic leadership on organizational citizen behaviors. The model fitting indices are showed in Table 4 (Fig. 2) .
Results show that workplace spirituality plays mediating roles among self-awareness, internalized moral, relational transparency, balanced processing and helping behaviors. 
Discussion
The practice of modern management requests organizations should treasure the important roles of personnel, which demands not only the ability of properly treating personnel, but also paying attention to the driving factors, including inner spirits and emotion. Research on workplace spirituality is one manifestation of these demands. Exploration into the novel concept of workplace spirituality would enhance the organization and leaders to properly utilize the inner spiritual driving force of employees, and thereby further promote the personal and organizational performances.
